We examine subjective data on desired hours of work from the BHPS and investigate which individuals are able to work their desired number of hours at the prevailing wage, which individuals are under-employed and which are over-employed. Our evidence suggests that about 40% of men and women in paid employment prefer to work a different number of hours at their current wage, and the majority of these prefer to work fewer hours. Multivariate analysis shows that differences in work time preferences depend on observed job and employer related characteristics, individual demographics, local labour demand and unobserved individual specific effects.
Non-technical Summary
The standard theory of labour supply is based on the assumption that individuals choose their optimal number of working hours when faced with the attainable choice set of hours and earnings. It is traditionally assumed that any number of hours can be chosen up to a maximum equal to the time endowment. There are however both theoretical arguments and empirical evidence that working hours cannot be freely varied within jobs and are instead influenced by employer preferences and institutional factors. As a result, individuals may be required to change jobs in order to attain their utility maximising combination of hours and earnings. Job changes can be costly and employment opportunities are unlikely to be evenly distributed across the hours distribution. Therefore many individuals are likely to be out of equilibrium with respect to their labour supply at any point in time, and observed working hours cannot be strictly interpreted as revealed preferences.
Our aim in this paper is to examine subjective data on desired hours of work from the British Household Panel Survey. In particular, we investigate profiles of workers who are able to work their desired number of hours at the prevailing wage, who are underemployed and who are over-employed. This is of interest given that many reforms in the British tax and benefit system (such as the Working Families Tax Credit) have been aimed at encouraging individuals to increase their work time, and that recent reports suggest that British employees work the longest hours in Europe.
Our evidence suggests that 40% of workers are constrained in their labour supply, and that one third of employees in Britain prefer to reduce the length of their average working week at the prevailing wage. Men and women employed on a part-time basis have very different preferences to those working full-time. Although on average both men and women working part-time are under-employed, we find that a greater proportion of women than men are working part-time through choice. Workers with longer job tenure have a higher probability of over-employment, supporting the firm-specific human capital hypothesis. We also provide evidence suggesting that inter-dependencies exist in the labour supply preferences of family members -married men and women are more likely to be over-employed if their spouse is also over-employed. A higher local unemployment rate is associated with under-employment, suggesting that low labour demand results in job uncertainty with workers wanting to work longer hours perhaps because of a fear of redundancy and few alternative employment opportunities. Our results have implications for the possible redistribution of work-time between workers in Britain.
Introduction
"It is impossible to enjoy idling thoroughly unless one has plenty of work to do" The Idle Thoughts of an Idle Fellow, Jerome K. Jerome (1889).
The standard theory of labour supply is based on the assumption that individuals choose their optimal number of working hours when faced with the attainable choice set of hours and earnings. It is traditionally assumed that any number of working hours can be chosen up to a maximum equal to the time endowment. There are, however, long-standing theoretical arguments and empirical evidence suggesting that working hours cannot be freely varied within jobs, and are instead strongly influenced by employer preferences and institutional factors (early examples include Rosen, 1969; Barzel, 1973; Deardorff and Stafford, 1976) . Firms, for example, generally do not offer jobs with low hours of work (for reasons associated with the fixed costs of workers) and therefore workers who wish to reduce their work hours may be faced with a choice of stopping work altogether or not changing their hours at all. Some individuals may be required to change jobs in order to attain their utility maximising combination of hours and earnings (Altonji and Paxson, 1992) . Job changes can be costly, and employment opportunities are unlikely to be evenly distributed across the hours distribution. Incomplete information and/or imperfect mobility are likely to result in many workers out of equilibrium with respect to their labour supply at any point in time. The implications of this are that observed working hours cannot be strictly interpreted as revealed preferences, and that workers will gravitate towards those employers who fix working hours close to their preferences. Employers stipulating unpopular working hours will experience difficulties recruiting and retaining workers.
Working hours, and the length of the working week, have received much recent attention from the media, with reports suggesting that British employees now work the longest hours in Europe.
1 Further, many reforms in the British tax and benefit system have been aimed at encouraging individuals to increase their work effort. 2 With this in mind, our aim in this paper is to examine subjective data on desired hours of work from the British Household Panel Survey (BHPS). In particular, we model labour supply restrictions conditional on demographic, educational, and local labour market characteristics as well as productivity to investigate which individuals are able to work their desired number of hours at the given wage (and are unconstrained), which individuals prefer to work more hours (and are under-employed) and which prefer to work fewer hours (and are overemployed). As well as providing important information on the determinants of labour supply restrictions, this has implications for the traditional assumption that hours can be freely chosen. The focus of the paper is on how, in the 1990s, the desire to work more, fewer or the same number of hours varies across demographic and job related characteristics.
Various economic theories predict that workers will be constrained in the hours they can work (for a summary see Kahn and Lang, 1995) . Imperfect competition in the labour 1 See, for example, an article entitled "Can you work late again" in the Independent 22/12/99. 2 Examples of these reforms include reducing the number and level of higher tax brackets, and the increasing use of in-work benefits such as the Working Families Tax Credit to encourage low income families to expand their work time.
market (monopsony is the extreme case) implies that firms have greater bargaining power over hours-wage packages than the worker, and that the worker will have fewer outside options. Therefore workers will be forced into working more hours at a given wage than is optimal resulting in over-employment. In Lazear's (1981) agency model, newly hired workers are paid less than their marginal value of leisure to encourage loyalty, and are therefore over-employed. Workers with longer tenure are paid more than their marginal value of leisure to reward loyalty, and are under-employed. The specific human capital model, however, predicts the reverse. The wage for workers with greater seniority (in terms of tenure) is set below their marginal product to discourage the firm from terminating the contract in later years, and to allow it to benefit from firm-specific human capital investments. For recent hires, the wage is set above marginal product. Although we do not explicitly test between these competing theories, our results support the firmspecific human capital model.
Our evidence reveals that on average 40% of men and women in paid employment prefer to work a different number of hours at their current wage, and the vast majority of these prefer to work fewer hours. Stewart and Swaffield (1997) and Euwals et al (1998) report similar numbers for the UK and the Netherlands. Biddle (1988) and Ball (1990) conclude that there are important restrictions on working hours in the US, while Altonji and Paxson (1988) and Stratford et al (1995) also use US data and find under-employment to be more common than over-employment among men. Kahn and Lang (1991) and Drolet and Morissette (1997) report similar results for Canada, as does Wolf (1998) for Germany. Ilmakunnas and Pudney (1990) , using Finnish data, find a shortage of parttime employment opportunities for women.
Variations in hours worked reflect not only labour supply decisions but also employers' preferences, technology, industrial relations and the business cycle. Several empirical labour supply studies suggest that models which do not allow for hours restrictions strongly over-predict the number of part-time jobs (van Soest et al, 1990; Dickens and Lundberg, 1993; van Soest, 1995) . Other work suggests that introducing hours restrictions into labour supply models produces better approximations of the actual hours distribution (Tummers and Woittiez, 1991) .
The long-term decline in average weekly working hours in Britain is well documented. In the late 1950s, each man in full-time work supplied an average of 48.4 paid hours per week to the labour market. This had fallen to 43 hours in the early 1980s (Pencavel, 1986 , Table 1 .9, p.16). For women, the picture is similar, with average weekly full-time hours falling from 48 in 1938 to 43 in the early 1980s (Killingsworth and Heckman, 1986, Table 2.11, p.112) . 3 Since then, there have been increases in average weekly hours for both men and women, especially among the highly educated (Blundell and MaCurdy, 1999) . Stewart and Swaffield (1997) report that more than one third of men in Britain work longer hours than they wish at the prevailing wage. Further, the authors find that the minimum hours constraints set by firms are an increasing function of the unemployment rate. The authors hypothesise that this results from increased job insecurity, fear of redundancy and reduced alternative job opportunities.
We also find that one third of employed men and women in Britain would like to reduce the length of their average working week at the current wage. Multivariate analysis shows that differences in preferences towards hours supplied to the labour market depend on both observed and unobserved individual and job related characteristics. Men and women employed on a part-time basis have very different preferences to those working full-time.
While both men and women working part-time are more likely to be under-employed than full-time employees, our evidence suggests that women are more likely than men to work part-time out of choice. Workers with longer job tenure have a higher probability of over-employment, supporting firm-specific human capital theory. A higher local unemployment rate is associated with under-employment, suggesting that low labour demand results in job insecurity, the fear of redundancy and reduces alternative employment opportunities.
Data
Our analysis uses data from the British Household Panel Survey (BHPS), a nationally representative survey providing detailed information on individual, household and job related characteristics on an annual basis from 1991 to 1998. Panel data are preferable to cross-sectional data as they allow us to control for changes in job and individual circumstances and unobservable characteristics. The relevant questions in the BHPS are asked of all those in employment (full-time, part-time, or self-employment) at each date of interview. In particular, respondents are asked:
"Thinking about the hours you work, assuming that you would be paid the same amount per hour, would you prefer to work fewer hours, work more hours, or the same number of hours?"
The answer to this question provides important information on individuals' preferred working hours. 4 Note that respondents are asked to assume that their wage would remain unchanged, absolving them from making hidden assumptions. Individuals who say they prefer to work fewer (more) hours at the prevailing wage are considered to be over-(under-)employed. Those that prefer to work the same number of hours are unconstrained in their labour supply. We exclude the self-employed from our analysis as by definition they have greater freedom to determine their labour supply. We also exclude men and women employed in agriculture, the armed services, and those who hold second jobs.
Analysis is restricted to those of working age at the time of the annual interview, that is men aged 16 to 65 and women aged 16 to 60. We use an unbalanced panel, individuals are not required to be interviewed at each wave to be included in the sample. Table 1 shows how the preferred working hours of men and women have changed across the eight currently available waves of BHPS data, from 1991 to 1998. For men, more than one third of employees prefer to work fewer hours than they currently do at the prevailing wage, while approaching 8% prefer to work more hours. Therefore 43% of men in employment in Britain are constrained in the hours they supply to the labour market. This has not varied significantly across the period. An average of 40% of women are constrained in their labour supply, and there is evidence that this proportion has increased. At wave 1 in 1991, 28% of women in employment wanted to work fewer hours at the prevailing wage, while 10% wanted to work more hours. By wave eight (1998), 34% wanted to work fewer hours, while only 7% wanted to work more hours.
Therefore the period has seen a convergence in the work time preferences of women towards those of men. There is evidence that women are becoming more constrained in the hours they work, and in particular, are working more hours than they wish.
5 Table 2 shows that, with the exception of women employed on a part-time basis, those who prefer to work fewer hours earn higher hourly wages. This suggests that high wage earners are willing to accept a fall in their labour income in exchange for more leisure time (they have a backward bending labour supply curve), and may be able to sustain a reduction in their labour supply without jeopardising their standard of living. Men working full-time who prefer to reduce their work hours have the highest average hourly earnings (at £7.44), while women working full-time who prefer more hours have the lowest hourly earnings (at £4.36).
6 Euwals et al (1998) conclude that subjective data on preferred working hours contain important information, helping to explain future changes in actual hours for women. 5 These changes in preferences may be caused by increases in actual hours worked, or by changes in tastes. 6 These wages are deflated to January 1998 prices. Table 3 examines labour supply preferences by whether men and women work full-or part-time. 7 36% of men employed full-time want to work fewer hours at the prevailing wage, while 7% want to work more hours. These proportions are almost exactly reversed for men in part-time jobs, with only 9% of male part-time workers wanting to work fewer hours, while 34% want to work more hours. A large proportion of male employees who work part-time are under-employed. Over 40% of women employed full-time prefer to work fewer hours at the prevailing wage, while only 4% prefer to work more hours.
However, almost three quarters of women who work part-time are unconstrained in their work hours, 10% prefer to work fewer hours and 19% prefer to work more hours. Table 5 suggest that this is the case. Men and women who have opportunities for promotion and who receive regular bonus payments are least likely to be under-employed and most likely to be overemployed. Promotion and bonus schemes encourage men and women to work more hours than they wish. Table 6 examines the dynamic nature of the data by investigating transitions between labour supply preferences from wave to wave. In particular, it provides the average year on year transition rates between wanting to work fewer hours, more hours, or continue to work the same number of hours at the prevailing wage for men and women. This shows a large degree of persistence in wanting to work fewer hours and wanting to work the same number of hours. On average, two-thirds of men and women who want to reduce their labour supply at wave t continue to have the same preferences at wave t+1, while one third appear to be able to adjust their hours to meet their preferences. This suggests that a large proportion of workers are restricted in reducing the number of hours they supply to the labour market. This could be caused by employers being unwilling to reduce hours of work, due to the fixed costs of workers for example, or other institutional or contractual factors. Almost three-quarters of men and women who prefer to continue to work the same number of hours at wave t have the same preferences at wave t+1. However, men
and women who prefer to work more hours at the prevailing wage at wave t are more able to adjust their hours accordingly. Some 49% of men and 52% of women who want to work more hours at t want to work the same number of hours at t+1. 9 Therefore the majority of workers who want to increase their labour supply are able to do so, upper boundaries on working hours are more flexible than lower boundaries.
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Analytical Framework and Estimation Procedure
To illustrate the interaction between actual hours, preferred hours, wages and job, employer and worker characteristics, we use a standard labour supply approach. 
The vector it X contains variables which capture individuals expectations of future income -workers make their labour supply choices in an environment in which they face uncertain future income streams. Individuals choose their hours of work for a given wage rate, either with one employer or selecting across employers offering different hourswage packages. As firms differ with respect to production technology, the hours-wage package for a certain type of job may vary across firms. However, it is possible that individuals are not free to choose the number of hours they work at a given wage, either because of institutional factors, employer preferences, the high costs of job search and job change, or family constraints. In practice, therefore, we observe * it H rather than it H where:
H are the maximum and minimum available number of hours at a given wage.
The desired number of hours of work are only observed for those whose labour supply is unconstrained and who wish to work a number of hours in the range
H . Unless these restrictions are accounted for in estimating labour supply models, any estimation results will be biased.
11
To proceed, we follow Drolet and Morissette (1997) 
Essentially, the data enable us to observe the sign of the difference between the actual and desired hours:
If this term is negative, then the worker is under-employed and supplies too little labour.
If positive, the worker supplies too much labour and enjoys too little leisure time. If zero, the worker is in equilibrium in the sense that his/her actual hours of labour equal preferred hours. As observed hours help define the dependent variable, they are not used as an explanatory variable.
Empirically, our specification differs a little from this to allow us to benefit from the panel nature of the data. We observe discrete variables indicating how preferred working hours differ from those observed for the same group of individuals over time. We estimate separate models for the probability of workers preferring to work fewer hours at the prevailing wage, preferring to work more hours at the prevailing wage, and preferring to continue to work the same number of hours. The first specification has a dependent variable coded 1 if the worker is over-employed and 0 otherwise. The second dependent variable takes the value 1 if the worker is under-employed at the prevailing wage, and 0
otherwise. The final model has a dependent variable coded 1 if the worker is 11 Taking an intertemporal approach, a worker may choose to be over-employed while young, for example, in order to accumulate savings, to gain experience, promotion etc, and to allow dissaving later in life.
unconstrained at the prevailing wage, and 0 otherwise. These models are estimated separately for men and women, and also with men and women pooled to investigate gender differences in detail.
We observe each individual i=1,2,...,N and their labour supply preferences at times
). The propensity to prefer more hours, less hours, or the same number of hours can be written:
where y it = 1 if y it * > 0 0 otherwise, and n i~I N(0, s n 2 ) captures the individual-specific unobservable effect and e it~I N(0,s e 2 ) is random error. Further, n i and e it are independent of each other and of X it , the set of explanatory variables (which here include the prevailing wage rate and job and employer related characteristics). We assume that the relationship between the covariates and the dependent variable can be described by a normal distribution, and therefore specify a random-effects panel probit. 12 To ensure identification, s e is set to one and the likelihood function is parameterised in terms of the within-subject correlation, rho, Therefore over-employment while young may be an equilibrium response. 12 Greene (1997) and Baltagi (1995) provide more details on the random effects probit approach. Table 7 and Table 8 present the estimates from the random effects probit models for men and women. In our multivariate analysis, we include job and workplace attributes which may determine employer preferences and other hours rigidities. 13 We control for various individual and local labour market characteristics which help determine worker's tastes and preferences and labour demand. 14 The random effects specification also captures the effects of time invariant unobservable factors. Note that in all specifications for both men and women, the estimates for rho are relatively large and significantly different from zero. The unobserved individual specific effect is important, and accounts for between 40% and 50% of the total variance. This underlines the importance of using panel data in studying the labour supply preferences of men and women. 13 Observing an individual's preferred working hours depends on their being employed at the date of interview -selection effects may bias the coefficients of interest. To overcome this, each specification has been re-estimated as a two-step selection model along the lines of Heckman (1979) . However, the coefficients on the mills term was insignificant in all cases, and the size and significance of other coefficients unchanged, even among women. We therefore only report the results without selection. 14 Descriptive statistics for these variables are provided in the Appendix.
Multivariate Results
Focusing on the results for men first (Table 7) , the estimates suggest that men employed on fixed-term contracts or in seasonal or temporary jobs are under-employed relative to men in permanent jobs. The coefficients are large, negative and statistically significant in the prefer fewer hours specification and large, positive and statistically significant in the prefer more hours specification. There are a number of possible reasons why workers in non-permanent jobs are more likely to desire an increase in their working hours. Such workers face more uncertainty regarding their future than permanent workers, and are less likely to enjoy fringe benefits. Men on fixed-term contracts or in seasonal or temporary employment may be willing to work more hours to offset lower job security. If temporary jobs are probationary then greater effort when employed in such jobs may increase the likelihood of permanency. Booth et al (2000) find evidence that temporary jobs are a stepping stone to permanent employment. Dissatisfaction with work hours may be exacerbated if the hours required are non-standard. Our findings support this, with men who do shift work more likely than those working a standard day to prefer to work fewer hours, and less likely to be unconstrained in their labour supply.
The prevailing hourly wage rate is an important determinant of labour supply preferences among men. In particular, over-employment is inversely related to the wage, while the probability of being unconstrained in hours increases with the current wage. Therefore men with relatively high hourly earnings have a smaller probability of being overemployed than men with low hourly earnings, perhaps preferring to take advantage of their greater earning power. Workers with higher hourly earnings are more likely to be unconstrained in their work hours, suggesting that such individuals are more able to choose their hours of work, or are more efficient in finding employers who offer hourwage packages that match their own preferences.
The coefficients on the occupation variable suggests that non-manual workers are overemployed relative to manual workers. Non-manual workers are more likely to prefer to work fewer hours and less likely to prefer to work more hours all things equal. Men working in large establishments have different work time preferences to those in small establishments. In particular, men employed at workplaces employing 100 or more individuals are over-employed relative to those in workplaces employing under 25 individuals, all things equal. Larger employers may be less flexible in the hours packages offered to employees.
Men employed on a part-time basis are more constrained in their working hours, and are under-employed in particular, relative to full-time employees. The coefficients are particularly large and well-determined, suggesting that men working part-time prefer to have a longer working week. It appears that they work part-time out of necessity rather than choice. Again this may reflect conditioning, with men expecting (or being expected)
to work full-time.
Men with longer elapsed job tenure are more likely to be constrained in their choice of hours, and have a higher probability of preferring to work fewer hours. This suggests that such workers are over-employed, and provides evidence supporting specific human capital models. It implies that men with greater seniority receive a wage below their marginal product to discourage contract termination by the firm in later years of an employment contract. Such contracts allow firms to benefit from accumulated firmspecific human capital.
Men that work in establishments covered by a trade union are less likely than those at non-unionised workplaces to be over-employed, and more likely to be unconstrained in the hours they work, but only if they are not members of the union. Union free-riders therefore appear to have very different work time preferences than union members, being happier with the hours of work they supply to the labour market. This may reflect greater encouragement among union members than non-members to voice their dissatisfaction with work hours (Bender and Sloane, 1998) .
Male employees who receive regular bonus payments in their wage are more likely to be over-employed than those who do not. Employers may use such incentive schemes to compensate for stipulating a longer working week and to elicit greater effort from workers. The time spent commuting is also an important determinant of preferences with men who spend longer travelling to work more likely to be over-employed. The probability of being unconstrained is inversely related to commuting time -men who have a shorter commute are on average less constrained in their working hours. Time spent travelling to and from work is a fixed cost of employment that, in the absence of a subsidy, is borne by the worker.
A number of personal characteristics also have a significant impact on preferred working hours among men. The probability of over-employment increases until the age of 46, after which it declines. The probability of being unconstrained in work hours falls until the age of 42, after which it increases. Therefore it appears that prime-age working men are most constrained in their hours of work, and are over-employed in particular.
Individuals may choose to work long hours when at the peak of their earnings potential, allowing for dissaving and under-employment in the later years of working life and retirement. Success in the formal education system has little influence on labour supply preferences, all things equal. In general, highly educated men have a lower probability of being under-employed and a higher probability of over-employment. However, these relationships are not statistically significant (with the exception of having 'O-Levels' or the equivalent in the prefer more hours specification and having a first degree in the prefer fewer hours specification).
Married -and to a lesser extent cohabiting -men have a higher probability of overemployment, and a lower probability of preferring to work the same number of hours than single never married men. The presence of older children in a family increases the probability of under-employment, which may reflect the need for higher incomes to cover the costs of raising a family. There is evidence supporting interdependence between preferences of family workers. 15 For example, a married man is significantly more likely to be over-employed if his wife is also over-employed. The point estimate can be calculated as 0.27-0.09+0.35=0.53, compared to 0.27 for a married man with a non-employed wife, 0.18 for a married man whose wife is unconstrained in her working hours, and 0.08 for a married man whose wife in under-employed. A married man with an employed spouse has a higher probability of being under-employed if his spouse is unconstrained in her hours of work (a point estimate of 0.23). An under-or overemployed spouse reduces the probability of under-employment among men (point estimates of -0.14 and -0.33 respectively). The probability of a married man having unconstrained working hours is especially reduced if his wife is over-employed (a point estimate of -0.40).
Finally, men who live in travel-to-work areas with relatively high unemployment rates are under-employed, all things equal. Unemployment rates capture the local level of labour demand, and these coefficients support the conclusions of Stewart and Swaffield (1997) , who suggest that a preference to increase labour supply results from increased job insecurity, fear of redundancy and reduced alternative job opportunities. Table 8 shows that, as for men, women employed on fixed-term contracts are underemployed relative to those in permanent positions although the coefficients are not statistically significant at conventional levels. Women who work shifts are more likely to be under-employed, all things equal, and are less likely to be unconstrained in their labour supply. The probability of under-employment falls with hourly wages for women.
Highly paid women may have no need to increase their work hours to attain their desired standard of living. Women in non-manual occupations are over-employed relative to 15 It can be argued that these variables are endogenous. We have estimated all models excluding the manual workers -the coefficient is negative and significant in the prefer more hours specification. A similar relationship emerges between work-time preferences and formal education. The probability of over-employment increases with the level of education, while the probability of having unconstrained working hours falls with the level of education.
As for men, women employed on a part-time basis have a higher probability of being under-employed and a lower probability of being over-employed than full-time employees. However, in contrast for men, women in part-time jobs also exhibit a higher probability of being unconstrained in their work-time than full-time employees. This suggests that women working part-time are more likely to do so out of choice than men working part-time, and select into part-time work. We further investigate differences between the work-time preferences of men and women employed on a part-time basis later in the paper.
The relationship between job tenure and preferred working hours is the same for women than for men. Those with longer elapsed job tenure are over-employed, evidence in favour of the firm-specific human capital model. Trade union coverage and membership also have similar impacts on labour supply preferences for men and women. However, women in workplaces that recognise a trade union but who are not members have a higher probability of under-employment than non-covered workers. Again, this shows that union free-riders have very different work-time preferences than both union spouse's preferences, and the size and significance of other variables do not change as a result.
members and those employed in workplaces not covered by a union, or have a different propensity to express dissatisfaction.
Female employees who receive regular bonus payments in their wage are more likely to be constrained in their work hours, and be over-employed in particular. As among men, this is evidence suggesting that employers use such incentive schemes to compensate for a longer working week and to elicit greater effort. The opposite relationship emerges between work-time preferences and having regular opportunities for promotion.
Promotion opportunities increase the probability of having unconstrained current labour supply for women, and reduce the likelihood of over-employment. This implies that women prefer to work longer hours if opportunities for promotion are available. Usual paid overtime is also a significant determinant of work-time preferences for women. In particular, women who work paid overtime hours are less likely to be over-employed and more likely to be unconstrained in the current arrangement. Paid overtime therefore appears to be a response to under-employment among women.
The probability of over-employment for women increases until the age of 51, after which it declines. The probability of having no hours constraint, however, falls until the age of 44, after which it increases. As for men, it appears that prime-age working women are least satisfied with their hours of work, and are over-employed in particular. The presence of young children in the family increases the probability of over-employment among women. It also reduces the probability of preferring to maintain the status quo.
Child care costs and availability is an important issue that may influence the work time preferences of mothers of pre-school age children in particular. If additional work hours require extra childcare costs, then parents may be unwilling to work longer hours.
Women with larger immediate families are less likely to be under-employed, and more likely to be unconstrained all things equal.
Evidence of interdependencies among the labour supply preferences of family members emerges for women. A married woman is significantly more likely to be over-employed and less likely to be under-employed if her husband is also over-employed. Men and women take the preferences of their partners into consideration when formulating their own preferences. Women who live in travel-to-work areas with relatively high unemployment rates have a higher probability of under-employment and a lower probability of over-employment, all things equal. As for men, this suggests that work preferences are partly determined by macro-economic factors that affect perceived levels of job insecurity, fear of redundancy and alternative job opportunities.
Investigating gender differences
To investigate gender differences in work-time preferences in more detail, we re-estimate the models pooling men and women and entering a gender term and several gender interaction terms. The results from this are presented in Table 9 , and show that women are generally over-employed relative to men. Women have a higher probability of preferring to work fewer hours and a lower probability of preferring to work more hours.
Men and women employed on a part-time basis are under-employed. The coefficients in the prefer fewer hours specification are estimated as -0.92 for men and -0.92+0.17-0.49=-1.24 for women, and in the prefer more hours specification are 1.12 and 0.77 respectively. However, women employed part-time are more likely than similarly employed men to be unconstrained in their labour supply -the point estimate for women is 0.43 compared to -0.19 for men. Therefore women working part-time are more likely than men to do so through choice.
The presence of young children in the family increases the probability of overemployment more for women than for men. For men, the coefficient in the prefer fewer hours specification is 0.04 and is not statistically significant from zero. For women, it is estimated as 0.44. This suggests that young children in the household particularly effect the work-time preferences of women, and increase the probability of over-employment.
Conclusions
In this paper, we attempt to establish a profile of workers in Britain who would like to change their work hours. Such workers are out of equilibrium with respect to their labour supply, in the sense that they are under-or over-employed at the current wage. Various economic theories predict this, and recent empirical evidence provides confirmation. This contradicts the basic assumption of the standard theory of labour supply, that individuals choose their optimal number of working hours when faced with the attainable choice set of hours and earnings. Other implications are that observed working hours cannot be strictly interpreted as revealed preferences, and that workers will gravitate towards those employers who fix working hours close to their preferences. Employers stipulating unpopular working hours will experience difficulties recruiting and retaining workers.
Further, working hours, and the length of the working week, has received much recent attention from the media, with reports suggesting that British employees now work the longest hours in Europe.
We find that 40% of workers are constrained in their labour supply, and in particular that one third of employed men and women in Britain would like to reduce the length of their average working week. Multivariate analysis reveals important differences in the job, workplace and individual characteristics of those who prefer to work fewer hours and those preferring more hours. Men and women employed on a part-time basis have very different preferences than those working full-time. Although both men and women working part-time are under-employed, our evidence suggests that women are more likely than men to be working part-time through choice. Workers with longer job tenure have a higher probability of over-employment, supporting the firm-specific human capital hypothesis. We also provide evidence suggesting that interdependencies exist in family labour supply preferences. Married men and women are more likely to be overemployed if their spouse is also over-employed. A higher local unemployment rate is associated with under-employment, suggesting that low labour demand results in job insecurity, the fear of redundancy and reduces alternative employment opportunities.
These results have implications for the possible redistribution of work time between workers in Britain. Table 9 .
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